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NAFR COMPENSAT ION |
QUEST IONNALRE NOTES

2

Cormt act s
Title: Dir.
Telephowne #

Comparry
Rddress

Date(s) of Interview 9/i#/88, Revised 11/3/868 STAT

What is compernsaticon approach? (How organization manages and why)
Mttrﬁ uses a maturity curve system of salary administration based o
selected companies from the Hughes Salary Swevey and the Draper RED
Mor—-Profit Salary Buwrvey--surveys deemed to be the most valid
comparators for Mitre based o similarity of staff, type of work
and customer, and reputaticn of comparators. Ferformances
RAppraisals and "Laddering” are completed armually price to the
salary review and are used in the process of salary management.
This approach targets to maintain internal and external egquity.

. Hire at, above, or below market salary rates, recruitment
boruses used?  No recruaitment boruses.
1. Ertry vs. senior level hires, Generally try to hire
expevienced (about 90%4), better tharn averane people at
rates comsistent with their market wvalue, based on survey
data such as the Hughes Salary Survey and College Flacement
Couwrecil start rate data. Mitre also comsiders turnover data.

. Geographic vs. national pay schedules and why. Have natiornal
curves for all locaticrs.

Co What are special compensation programs for supervisors and
rion-mangerial staff?  Participate in Draper Management Survey to
get an idea of what the market looks like foor supervisors, F o
Supervisars, there are rate ranges which are built onm tap of the
non-supervisary pay levels with some modest ﬁverlap, Their title
structure from high to low is: Corp > Div (Y200 5&E employees)
Dept (3540 &HEE employees) ) Group{7-10 S&E employees).

D. Pay adjustments-Rased on warket, profitability or 7 Mitre uses
the market comparigons to determine their overall salary
budpgets.

1. Increase o Salary Management? Salary manaqommnt based o
the value to the crgamizaticon-—the messape is SALARY!

e Freguency. Aranual.

oo Merit irncrease distribouticons {(common date oo Armiversary?
exceptions or mid-years) based on individual’s performance?
Merit inoreases are distributed on a commorn date basis each
Jarmary lst, based on the individual’s performance and averall
value to the corporaticon; there are mno minimuam increase
amounts o percentages. Their target is to maintain a spread
irn salaries that adequately rewards high valued contributors,
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and that il conslistent with the market overall. The Hughes
’ Survey 1a thelr prime S8 gsurvey.
L Amcount of ivncrease tied to performance? Mamnage salaries
by administering increases. The do a fTorced raniing
Claddering) which is & prime determinant in the as to where
the salary should be, and what the increase should be to move
ivi the divecticon or reach the target salary.
Ge Lan mon-supervisory pay egqual o sxceed executive pay?
(dual ladder—have ity youwr views) Yes have a dual ladder
amd nave a struactuwre Fore 1t '
U s /MG Rs Mo Supe S STREEd
Tech Dir Felleow
Asscr Tech Dir Comsulting Evgr/Soil
Dept Hd . : Feo Enmgr/S5ci
Aesoe Dept Hd " " M
Group Ldr . Lhead Erngr/%ci
1 No more dual ladder non-sups than there are managers. Has
a special review committee to pet in and to stay in.

Believes that the dual ladder is working well.

&. lLead, lead/lag or lag; market target at x % +/— market?
Mitre wants to pay its staff in a marmer comsistent with its
high tech competitors in the market place.

£ . How important ie uniformity of pay across different business
linmes and oorganizaticns?  Very important. Have Chemical
Ergineers and Life Scientists. Recogrnize the discipline
differernces for new graduates, but hire only a few rnew graduates.
Fay experiernced people on 1 set of cwves, and ladder ranking is.
the determinant.

. Uridfoomity

Z.e Flexibility

3. Problems/Issues

F. Roughly what porticn of total compensation is bornuses cr ather
forms of at risk pay?  Nore.

Fo What is purpose of putting pay at risk? N/A.

H. Who can make exception to your start salary rules?  What can
they charge? Their system provides guidelines, but they have

Flexibility to pay very well for excellernt candidates. Start
rates need appraovals by the Salary Administration office (see
the Attachment 1, Fersonnel Department Background
Summary/Salary Recommendaticm Summary).
o Maticrmal office anly? (What can they waive?)

e Diviesion VRE7T

-

3. Mamager/Supervisor?
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’ I. fidded Compernsation for passing clearance (lifestyle :
reatricticons-~can’t publish, ete.) No added compensation Foe
clearances.

Jo Premiwn pay (overtime, hazardous daty payd) for professional
emp loayess?

1o Do have 1it7?  RNoo

e Whoo 1e eligible aond wnder what olroumstances?

e What do yvou disclass aboot your pay esystem bo enplovess?

. Classificaticn desoripticons? Yes.

e Rate rangse? Weass.

Ee FPolicies/proceduares? Yes,

4. Inmdividual pay rates? Not individual rates by name, but
their owre ladder rarmk and where their own salary falls on
the curve. Individual emplayees may look at the ocurves,
brat vot make copies.

G Other?

11. RECRUITING AFEROACH

What do youw sell to recrult etaff?
Mew Graduates/Experienced: Come to Mitre bhecause of:

1. the kind of work Mitre does—--broad based systems
architecture & engineering work, and canm influernce
government sponsore on outcocomes.
2o Wk envivorment (guasi goverrmernt /academic/private),
J.Balary/benefite—-—get most of their people from private
imdustey (95%). ' ‘
Retirement plan is TIAA Creff-—tied into Social Security.

VIRCATION: D—-Fyes, S oweaeks
10--20 yye 4 weeks

add owe day for each added year to 9 weels
25 A4 yre 3 weeks

A. Salary
E. Bernefits including deferred compernsatiorn
C. Career with firm
D. Opportunity to work with latest techwology
E. Importance of projects, ta?
Fo Frofit sharing
G. Ferquisites (work envivanment)
H. Ability to work with first class crganization {(yours)
a. best minds
b. at cuttirg edge, or?
c. 7
I. Mew Grad traiming program? No, Do allow BE pecple i
day/week to go ta school at full pay, but they must
compete for this mrogram.
J. Any other thoughts/concepts? Mitre uses
advertisements, job faire, employee referrals and
as needed, employment agencies for special skills.
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1I1. ©Special Recruitin EhD or experienced?
biat would doo to attract & worldld class talent (PRD ¢ Mathematics,
MIT - exception, not pipeline taleaat. '

. Wodld you make excepticon to vouwr noomal classification

Jocmpensat oo rules?  Wouald probably gualify as onme of the

special dual laddere and pay high salaries for special sewior
percyile, These people are typically recruited at very high

levels——aothar super technical types within the Company.

viowhat Dasie?
1. Woobe erry Lrarmesnt . flitre? e reputation, and ability to
wezrtle with othe world class peaple.
e How mueh Flewibility to keep a hook in them? Freedom o
develop progeams in new areas of interest to the Company.
G Cormfliot of irnterest issues? Competition?
Co MHow do you pay top peocple? Very well, but competitive with
cebbreer cornaml zat darns.

o Preos/Conme cor problems in your system

What kind of workforce concept are you aperating wider?  Mitre
prefers a low turnover and laong-term careser approach so lanmg
"asz the employees stay productive.

R. Lifetime career, no layofF?
B. Only fooro duwration of project?

Co Hire cutting edge recruits from schoolsy edge cut with slow
raiees after a few vears, or? Bedfoird location hiirves a few
arnd they are paid consistent with their ladder rarnking.

D. Fully experienced, provern talernt From other organizaticoe?
Yas, use agencies, job fairs, and ads to recruit them.

E. Goverrmert/Military as a scwrce? Neog  wmot as a source,
Dor?t wart a conflict of interest situaticr.

F. Revitalizaticrn of burned-out pecple? If so what, what
comditions?  IF a manager, may wanmt to shift them tao
differernt rale, but don't have a formalized program.

~

Do you move your professicornal staff? What levels? (e, 3.

Mamagement cnly? Techmical? Yes, they move all levels of
techrnical and managerial (there are 15-17 Wash D.C. sites & i=-i7
Bedford sites alsa).

i
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- : . What prrablems, 1F any, are you having?  Most people
v lunbaer o move tao variows sites. The way 1t works is a memo i
sent out and technical people can talbl to the Marnager who
affing the specific progran. I they can’t attract inbtc
dldates, they will hire from the outeide. It w
shvi Fted, this may result in a RIF at the aoriginal
oo braaoeds who accept troaonsfes, there i a pgood relo

te.

ob oy pravst
e Wmat gsolubticoms are yvou wsivg bthat woelk oest?

Lo How do yvou keep transferess whoale?

: weage aarner Dot have & formsl preogram. O
averaeas moves they have a good package {(szee Attachment

. s Additional services of fered?

Do wand hawve s

. Beoornd career support - Quitplacement activity/cormsultant?
Do this foor upper level pecple who are being asked to leave.
Otherwise it is very informal.

B, Do oyouw rely on short term "borrowing! of staff from
research organizations/universities. eto. {oord i tdones
1824 monmths; person goes back to perioe job) - ComFlict
of interest, sabbatical issues?  Noo

C. Flexiple Renefite (Upper mid-level to below OFFicer). dNoo
but do have Flexible Spending Accounts
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